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ABSTRACT

Aims: The purpose of this current study is to examine the relation between job
satisfaction and job performance among the employees who are currently working for
colleges in eastern region of Saudi Arabia.

Study Design: Research Study was based on MSQ, The Employees were from Non -
Teaching Background the data was collected from three different colleges and 91
samples were collected as completely filled for this study.

Place and Duration of Study: Kingdom of Saudi Arabia, the duration was of 2 months,
from November to January (2013-2014).

Methodology: The Sample of the present study is drawn from non - teaching employees
from different colleges of Saudi Arabia mainly from the eastern province. 125
guestionnaires were distributed among the employees of 5 colleges. Simple random
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sampling technique was used and 91 responses were returned with a response rate of
75.8%. The researcher distributed the questionnaire in person.

Results: The result indicates that there is a positive significant association between job
performance and job satisfaction. The result also reveals that job satisfaction affects job
performance. The present study suggests that the management should pay more
attention onto non - teaching employees’ job satisfaction in order to enhance job
performance.

Conclusion: The key purpose of the current study was to observe the relation among
satisfaction of job and job performance, mainly the employees, who are working at
various colleges of Saudi Arabia. The outcome of the current study reveals a significant
positive association between job satisfaction and job performance.

Keywords: Job performance; non-teaching staff; job satisfaction; eastern province; Saudi
Arabia.

1. INTRODUCTION

Higher education in Saudi Arabia has undergone a tremendous growth over the last five
decades. The education system is primarily under the jurisdiction of the Ministry of
Education, the General Organization for Technical Education, Ministry of Higher
Education and Vocational Training. The highest authority supervising education in Saudi
Arabia is the Supreme Committee for Educational Policy, established in 1963O0ther
authorities such as the Presidency of the National Guard, Ministry of Defense, Aviation and
the Ministry of the Interior provide their affiliates and children with education at all levels,
consistent with Ministry of Education guidelines.

Extreme performance of Persons will help organization to fulfill their goals Dessler [1]. As
human capital is the key issue in service process, most of the organizations seek to enhance
job performance among their employees in order to achieve high levels of productivity,
efficiency and effectiveness. The focus on employees’ efforts to improve organization's
performance has become stronger as they need to react rapidly and effectively to market
demands Cho et al. [2].

However, there are several factors that can be attributed to employees’ job performance.
One factor that affects job performance is job satisfaction. Contented employees are
productive or those who are satisfied with their work are likely to be better performers
(Fisher, Saari and Judge) [3,4,5]. Job satisfaction has been found to influence job
performance (Chen et al. [6] Spector) [7]. Satisfied workers increase the chance of higher
productivity. According to Jain and Triandis [8], common sense proposed that job
satisfaction leads to high productivity.

Many literatures related to job satisfaction have showed that job satisfaction can be one of
the main determinants of organizational performance (Angle and Perry, 1981, Riketta, 2002,
Spence Laschinger et al. [9,10,11]. Levy [12] has argued that results of satisfaction lead to a
better performance, a reduction in turnover, and changing of behaviors. Hence, it can be
said that, for better perceptive on the relationship among satisfaction in job and job
performance has become extremely important, especially for the service organizations that
depend heavily on employees to offer friendly and courteous services to their customers in
this competitive market.
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Although, many studies were conducted in many countries, recent trend has indicated that
there is a lack of research in this area among the employees in Saudi Arabia. Therefore, this
study will give an idea on the satisfaction in job and job performance among employees of
various colleges in Saudi Arabia. The purpose of the present study is to observe the impact
of job satisfaction on job performance between non-teaching staff'.

The present study is separated into 5 sections. Segment one is the introduction, segment
two is the literature review, segment three is the research methodology, segment four is the
findings, and segment five is the conclusion.

2. LITERATURE REVIEW
2.1 Job Satisfaction

Job satisfaction is an interesting topic among practitioners and researchers Lu [13]. This is
due to its effects on increasing productivity McNeese-Smith [14], enhancing customers’
satisfaction Burke [15], encouraging better performance and efficiency Sousa-Poza and
Sousa-Poza [16]. Locke [17] has define job satisfaction as a positive emotional feelings
ensuring from acceptable evaluation of his/her experience towards the job Locke [17].
Kalleberg [18] has suggested that job satisfaction contains intrinsic and extrinsic
components.

According to Hirschfield [19], intrinsic satisfaction of job refer to how people believe towards
the nature of the job tasks while extrinsic satisfaction of job feels about aspect of the work
condition that are external to the job responsibilities. Several theories have been developed
to explain the nature of job satisfaction. In late 1950s, many researchers have theorized the
nature of job satisfaction, developed models, and carried out study to test their models Lacy
and Sheehan [20]. Job satisfaction theories are classified by researchers into content
theories and process theories Coomber and Louise Barriball [21]. According to Lunenburg
[22], content theories focus on the needs and factors that motivate behaviors, whereas
process theories concentrate on the source of behaviors and the factors that affect the
strength and direction of the behaviors. The two popular contents theories are Herzberg
theory and Maslow theory [23].

Herzberg and his colleagues have claimed that hygiene factors will not make people
dissatisfied; instead they will only avoid them from being dissatisfied, whereas motivating
factors contributes toward satisfaction of job and motivation. Another better known theory is
Maslow's [24] hierarchical need theory. Maslow's theory consists of five levels of individual
needs: physiological needs, social needs, safety, esteem, and self-actualization. Esteem and
self-actualization needs are at the top level while safety, social, and physiological needs are
at the bottom level.

2.2 Job Performance

Job performance is one of the major indicator in assessing organizational performance Wall
[25]. Schermerhorn [26] has defined job performance as quantity and quality achieved by
individual or group after completing a task. Munchinsky [27] has suggested that job
performance is the set of employee's behaviors that can be measured, monitored, and
evaluated achievement at individual's level. Viswesvaran and Ones [28] have described
performance of job as “behavior and outcome that staff hold in or carry about that are
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connected with and contribute to organizational goals". Traditionally, job performance was
viewed as a single construct but researchers now agree that job performance is
multidimensional factor Villanova, and Austin [29]. To support this, Motowidlo and Scotter
[30] have suggested that job performance should comprise of task performance and
contextual performance.

Campbell [31] has proposed eight dimensions of performance of job which are job specific
task ability, non-job-specific task skills, oral and written communication, challenge, maintain
individual regulation, maintaining team and peer performance, administration/leadership, and
supervision/administration. Robbins [32] has categorized the height of performance into job,
and personal traits and job behavior, Lee [33] has divided it into quality, value and
effectiveness. According to Lee [33] efficiency refers to the workers' output rate and the
ability to achieve tasks before deadline, effectiveness refers to the workers' objective and
achievement, quality refers to workers' fault and grievance rate, managers' fulfillment,
customers' satisfaction, and colleagues' satisfaction.

2.3 Relationship between Job Performance and Job Satisfaction

Vroom [34], reviewed 20 studies that were carried out between the 1949 and 1963. that
examined the connection between job performance and job satisfaction, reported a median
correlation of r = 0.14. Since publication of Vroom’s results, others have attempted to
replicate his findings. Petty [35] used meta-analysis techniques to replicate Vroom'’s finding.
They analyzed 20 studies published between 1967 and 1982, as well as 15 studies used by
Vroom which utilized individual-level measure of job performance and job satisfaction, when
they excluded the studies included by Vroom [34], they calculated an average effect size of
.23 based on the remaining studies.

According to Judge [5], the problems and limitations in previous research was due to lack of
an assimilation and integration of the different models in the literature. Unlike previous
studies, Fisher [3] summarized two of his study, in his first study on the opinions of
managers, supervisors, and employees; he found that the majority believed feelings of
satisfaction to be associated with job performance. In his second study he found that a
majority of the participants in his study on inexperienced undergraduates agrees that
employees who are satisfied with their work are usually do good performance. In a
comprehensive meta-analysis conducted by laffaldano and Muchinsky (1985) and consisting
74 studies showed a considerable variation in correlations between job satisfaction and job
performance across different aspects of job satisfaction, ranging between 0.6 for pay
satisfaction and 0.29 for overall job satisfaction [36]. However, later several studies,
conducted on the association between job performance and job satisfaction found a positive
relationship among both the variables.

Nimalathasan and Brabete [27] carried out a study on job performance and job satisfaction.
The result revealed a positive connection between two variables, that high level of fair
promotion, reasonable salary system, appropriate work itself, and good working condition
lead to high level of employees' performance. In the study conducted by Prasanga and
Gamage [37] the findings indicates that satisfaction of job is one of the most important factor
in determining job performance, and leads to high performance. Moorman (1993) attributed
a weak and modest link which has been found between job satisfaction and job performance
was due to the measuring the wrong kind of performance [38]. Based on the above
evidences, it could be concluded that job satisfaction is shown to be positively associated
with job performance. Thus, hypotheses are as the following:
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2.4 Hypotheses
H1: Positive relation between job performance and job satisfaction.
3. RESEARCH METHODOLOGY

Sample of the present study is based on the non-teaching employees from different colleges
of Saudi Arabia mainly from the eastern province. 125 questionnaires were distributed
among the employees of 5 colleges. Simple random sampling technique was used and 91
responses were returned with a response rate of 75.8%. The researcher distributed the
guestionnaire in person. The respondents were briefed on the study objectives and they
were given the guidelines in answering the questionnaires. The respondents’ demographic
data is shown below in Table 1.

3.1 Instruments
Three different questionnaires were used to assess the main variables in this study.

3.1.1 Job satisfaction

Job satisfaction (independent variable), was accessed the MSQ Minnesota Satisfaction
Questionnaire, Weiss, [39] is used. It consisted of three scales which were intrinsic, extrinsic
and general satisfaction. Overall satisfaction was identified on the basis all 20 items. Five
point Likert scale question rated as 1 = very dissatisfied to 5 = very satisfied.

3.1.2 Job performance

Job performance (dependent variable) was measured with six items that were created in
Turkish ($ahin, 2011). The items were derived from job performance literature (Motowidlo
and Van Scotter [30]. These items were as the following: 1- | find effective solutions to
problems, 2- | adapt easily to changing situations, 3- | assume a sense of ownership and
responsibility in the quality of personal performance, 4- | strive to meet deadlines, 5- |
encourage colleagues to do more than what is expected, 6- | create effective work
relationship with others. Fivepoint Likert scale question rated as 1 = poor to 5 = excellent.

3.2 Data Analysis

Collected data were entered to computer using SPSS version 19. The following statistics
were used: descriptive statistics consisted mean and standard deviation in order to have
clear picture of study variables. To determine the relationship between job performance and
job satisfaction, a Pearson correlation ( r ) was used, a perfect positive correlation when it is
+1, or perfect negative correlation when it close to -1 Sekaran (2003). Regression analysis
was conducted to examine the effect of job satisfaction on job performance.

4. FINDINGS

The Demo graphic factor regarding the Age, Gender Years of Services and Level of
Education are explain in the Table 1.
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Table 1. Demographic facts

Variable Age (years)

18-28 29-39 40-50 51-61
Frequency 42 31 11 7
Percentage 46.2 % 34 % 12 % 7.7%
Variable Gender

Male Female
Frequency 71 20
Percentage 78% 22%
Variable Years of service

1-5 6-10 11-15 16-20 21-25
Frequency 25 39 14 8 5
Percentage 27.4% 42.8% 154 % 8.7% 55%
Variable Level of education

Secondary school Diploma Degree
Frequency 13 42 36
percentage 14.2% 46.2 % 39.5%

4.1 Descriptive Statistics

Table 2 represents the value of mean for job satisfaction and job performance. The 3.67
mean value for overall job satisfaction indicates the employees are satisfaction with their
jobs. The aggregate mean value of 3.53 for job performance indicates that employees
perform highly. Standard deviations for both variables are close to 1 which is at an
acceptable level.

Table 2. Descriptive statistics on variables studied

Variables Mean Standard deviation
Job satisfaction 3.67 .81
Job performance 3.53 .67

Table 3. Correlation between job satisfaction and job performance

Job satisfaction Job performance
JS Pearson correlation 1 .562**
Sig. (2-tailed) .000
N 91 91
JP Pearson correlation .562** 1
Sig. (2-tailed) .000
N 91 91

**_Correlation is significant at the 0.01 level (2-tailed), JS = Job satisfaction, JP = Job performance
Correlation of job satisfaction with Job performance in Table 3, shows that JS is positively

related with JP (R = .561, P<.01). Thus the research hypothesis H1 is accepted and proven
to be true as positive relationship between both the variables.
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4.2 Regression Analysis

Regression analysis in Table 4 (4a, 4b, 4c) shows that R value = .561 represents a
correlation among job satisfaction and job performance. R Square = .316 indicates that 31.6
% change in job performance is due to job satisfaction. F = 40.175, showing a significance at
the .000 , showing that, a model fit for job satisfaction and job performance, thus research
hypothesis 2 is substantiated. Regression coefficient (B) of job satisfaction as .58 shows that
1 unit change in job satisfaction will bring around .58 unit change in job performance.

Cronbach's alpha coefficient was used to evaluate the internal consistency of instrument.
The Cronbach's alpha coefficient for job satisfaction was .87 and job performance was .84,
which indicates internal reliability of the instrument. a study conducted by Gu and Siu [40] on
relationship between job satisfaction and job performance among the employees working in
Macao casino hotels found a significant relationship between job satisfaction and job
performance.

Table 4. Regression analysis of variables studied

Table 4a. Model

Model R R square Adjusted R square Std. error of the estimate
1 .562a .316 .309 11.07111
a. Predictors: (Constant), Job satisfaction

Table 4b. ANOVA®

Model Sum of squares df Mean square F Sig.
Regression 5137.078 1 5137.078 40.175 .000%
Residual 10807.456 89 121.460

Total 14845.555 90

a. Predictors: (Constant), Job satisfaction, b. Dependent Variable: job performance

Table 4c. Coefficients?

Model Unstandardized coefficients Standardized coefficients t Sig.
B Std. error Beta

(Constant) 21.081 6.635 3.177 .002

Job satisfaction .580 .090 .562 6.418 .000

5. CONCLUSION

The key purpose of the current study was to observe the relation among satisfaction of job
and job performance, mainly the employees, who are working at various colleges of Saudi
Arabia. The outcome of the current study reveals a significant positive relations between job
satisfaction and job performance. The study also reveals that job satisfaction influences job
performance.

The present study contributes by representing job satisfaction as an vital role in enhancing
job performance. However, compared with recent studies which claimed that job satisfaction
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influences job performance, the current studies validates the results obtained by these
studies and generalized it to working staff in Kingdom of Saudi Arabia. Based on the result of
the current study, management should focus more attention to their employees job
satisfaction as a way to increase employees job performance.

Although, the present study contribute to the partial knowledge on job satisfaction and job
performance in Saudi Arabia, the limitations can be said as, First- the study selects the most
commonly studied variables and there are others variables such as leadership style, conflict
and ambiguity role, organizational commitment, and culture which should be considered in
future researches. Second-data has been collect via questionnaire which may not capture
the true responses from the participants to overcome the limitations additional research can
be recommend to explain the relation between two variables, using different measures and
including big sample.
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